
CHANDLER
Management and Managerial Enterprise. It’s all about Growth. How can it grow? It can grow through related diversification where you can reap the benefits of ECONOMIES OF SCALE (the more you produce, the cheaper it is) and ECONOMIES OF SCOPE. 

You can also grow through being a FIRST MOVER. A first mover is a company that makes large investments. Because they’re growing, they need to develop management structure, international marketing and distribution, and then finally R&D (research and development) 

If you lose your chance to be a first mover, it’s harder to catch up. These firms are the CHALLENGER. These companies cannot achieve long-term success. As for UNRELATED DIVERSIFICATION, he thinks it’s a bad strategy. 

GREINER

5 key dimensions of organizational development. The first is AGE (the lifespan of the organization), the next is SIZE (how big is the organization), STAGES OF EVOLUTION, STAGES OF REVOLUTION and GROWTH RATE of the industry (if it’s a fast rate, you go through the phases much quicker.  If it’s slow, it takes longer to go through.)

"Top managers whose style is no longer appropriate should remove themselves

STAGES OF EVOLUTION & REVOLUTION
CREATIVITY: building the company. All about making & selling.  The business grows and the manager is lacking leadership. This leads to a CRISIS OF LEADERSHIP. You need more knowledge that the founder may not have. 

DIRECTION: hire someone to lead & direct the organization. It’s about efficiency. But when there are too many rules and procedures, people get confused. So this leads to CRISIS OF AUTONOMY. Employees want to solve issues on their own, and the procedures are too rigid. They feel restricted. 

DELEGATION: you start to see people responsible for specific things. Regional managers, plant managers, etc. There is a lot of decentralization. This causes a CRISIS OF CONTROL. Top managers feel like they’re losing control.
COORDINATION: they coordinate with the head office. The head office will make the big decisions. There are a lot of rules and procedures that come up again. Suddenly, employees have to report to the head office. This causes the RED-TAPE CRISIS. “We know more than you.” Employees argue that they have more knowledge in their field and don’t need those rules.

COLLABORATION: the head office proposes teamwork. Head office wants everyone to collaborate and work together. This leads to ??? CRISIS (we don’t know the crisis yet).

BARNEY
SWOT analysis. He claims that organizations should focus on the INTERNAL environment as opposed to the external environment. He says to focus on strengths and weakness, referred to as RESOURCES AND CAPABILITIES.  You ask yourself questions about VALUE (are your resources valuable?), RARITY (is it rare?) IMITABILITY (is it easy to imitate), ORGANIZATION (is it organized efficiently?)

He also talks about COMPETITIVE ADVANTAGE. To determine this you look at the value, rarity, imitability, organization. If you have none of the four, you have a competitive DISADVANTAGE. If you only have Value, you have a PARITY. If you have only Value and Rarity, you have a TEMPORARY advantage. If you have all four, you have a SUSTAINED advantage. 

COLLINS & PORRAS:
great organizations have VISION. Part of the vision is CONTINUOUS and the other is CHANGE. 

Continuous: CORE IDEOLOGY. It is made up of two elements: core values & core purpose. CORE VALUES is what the organization stands for. CORE PURPOSE is the organization’s reason for being.  These should not change. 

Change: ENVISIONED FUTURE. This is made up of the BHAG and the Vivid Description. BHAG (Big Hairy Audacious Goal) is a huge goal, what the organization is aiming for. VIVID DESCRIPTION describes what happens once the BHAG is achieved. 

HERZBERG
He talks about motivation and KITA (kick in the ass)

Negative KITA: this is physical abuse.  It can also be physiological abuse. 

Positive KITA: praise and recognition. 

If you have HYGEINE FACTORS you will be NOT DISATISFIED. If you don’t have them, you will be DISSATISFIED. 

Hygiene is external factors within the organization, such as salary, security, good relationships, company policies, etc. 

In order to be SATISFIED, you need MOTIVATORS. If you don’t have them, you are NOT SATISFIED. 

Motivators include praise, recognition, achievement, the work itself, etc. 

To improve the job and the motivators, you need JOB ENRICHMENT, also known as VERTICAL JOB LOADING. This includes anything that motivates the employees, such as recognition, giving you freedom, etc. 

JOB ENLARGEMENT (HORIZONTAL JOB LOADING) involves giving employees more work. This is not necessarily enriching your job, it’s just giving employees more things to do. 

KAPLAN & NORTON
BALANCE SCORECARD provides a brief overview on how the organization is doing. It focuses on the VISION and STRATEGY. 

The scorecard should be QUANTITATIVE. 

CUSTOMER RELATED MEASURES: must be specific on actions you are going to take. For example, customer satisfaction surveys. You can have a goal of getting 80% of customers to rate you well. MUST BE MEASUREABLE. 

INTERNAL BUSINESS PERSPECTIVE: how do you work inside your organization? Example: number of bad decisions, the time to complete a product, etc. Again, must be measureable!! 

INNOVATION & LEARNING: how can we improve? Example: number of new products, hours of training, etc. 

FINANCIAL: number of sales, cost of organizations, etc. 

HANDY
THE SIGMOID CURVE. When you start a new life cycle, you have a learning curve. (The S-shaped curve).

POINT A is when you should start building the second curve. Your company is going well, but you should start thinking of the future. Once you start the second curve, it will bring a time of confusion because you will be doing well but at the same time you must focus on growing. POINT B is when things are going downhill. At point B it is difficult to pick yourself back up, but not impossible.

CURVILINEAR LOGIC: everything has its ups and downs. 

MINTZBERG
Myths of Management vs. Reality.

Managers play different roles. Interpersonal roles, informational roles and decisional roles.

INTERPERSONAL ROLES:
-FIGUREHEAD: someone there to represent the company. Completely inactive.

-LEADER: select employees and motivate them. 

-LIASON: making contacts with different departments, all on the same level as you.

INFORMATIONAL ROLES
-MONITOR: scanning the environment 

-DISSEMINATOR: giving out the information to employees.

-SPOKESPERSON: sharing info with shareholders and customers

DECISIONAL ROLES
-ENTREPENUR: looking to improves and progress

-NEGOTIATOR: negotiating things. 

-DISTURBANCE HANDLER: handling any issues.

-RESOURCE-ALLOCATOR: looking for new resources. 

FRENCH & RAVEN
Five bases of Social Power.

1) Legitimate power: we assign you power because of your position.
2) Reward power: the ability to give or remove recognition, praise, etc. The ability to reward
3) Coercive: if you can fire people at work, or give bad evaluations.
4) Referent Power: if someone is well liked, they can easily influence others. 
5) Expert Power: you have special knowledge in your field. 
Referent & Expert power are the most effective. 

LIKER & CHOI
Building relationships with your suppliers. 

You develop good relationships with SIX STEPS. (Refer to the pyramid in the article)

1) Understanding your supplier. 
2) Turn rivalry into opportunities. Instead of competing, you help each other. 
3) Supervise. Give them a monthly ‘report card’ telling them where they need to improve, what they’re doing well, etc.
4) Develop Technical Capabilities. Learn and do training to develop skills
5) Share Information. Share what you suppliers need to know.
6) Conduct joint improvement activities. You want to constantly improve your efficiency. Exchange your best practices so that you are always improving. 

